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As artificial intelligence becomes the norm in today’s business world,
HR departments and recruiters must recognize, and work to minimize,
the challenges that these tools will inevitably bring.
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eligibility for a certain occupation.11
Second, Morgan McKinley recommends
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team can then monitor AI in this
particular hiring process to check for
specifically unethical practices. As AI
is used in other business processes,
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shield the company from liability.
With technology quickly overtaking
mundane tasks, a system of checks
and balances might greatly benefit the
company. If ignored, the complexities
of integration could very well overtake
the benefits of such technology.
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Conclusion

you must always remember the thorns
that come with them. Failure to
enact preventative measures against
discrimination may compromise the
success of your company.

As your company decides if using AI
as a recruiting tool might increase
effectiveness, don’t just smell the roses.
Consider the thorns and how much they
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cannot be held accountable. After
all, algorithms are operated mainly
by humans. Additionally, no one can
predict the legal infrastructure that
lawmakers may implement in regard
to AI that might put forth certain
unfavorable ramifications.

As your company decides if using
AI as a recruiting tool might increase
effectiveness, don’t just smell the roses.
Consider the thorns and how much they might prick.
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